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Introduction
Manufacturers search for different sales solutions. This results in changes in the methods of distribution, a reduction in distribution channels and a reduction in the distance that a product has to "overcome". To encourage the customer to buy a particular product, companies attract them with an attractive price, a special offer or more a convenient form of purchase. One of these forms is direct sales.
To be successful in the market, companies have to know how convince the customer to purchase the product. Therefore, there is competition for the customer in which some win and some lose, but not everyone
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can achieve permanent supremacy. This supremacy is related not only to the "best idea" but also to a competent seller that can identify the client and keep them interested for a longer time. The ability to sell products under competitive market conditions is a key factor that leads to success. The ability to sell is closely associated with the competencies of the salesperson. These competencies include such qualities as knowledge and skills, which are visible external elements, as well as hidden elements such as values, motives and attitudes (Ludwiczyński, 2002, pp. 283-299) . The visible external components are easier to shape through various forms of training, while the hidden components are much more difficult to assess and change (Pocztowski, 2001, p. 169) . The skills are interrelated in the sense that the development of some may affect the development of others (Rakowska, 2002, p. 23) . Previous studies emphasize that the mere acquisition of a particular skill is not enough to ensure that the employee is competent because factors such as readiness, willingness/motivation and the use of the skill or knowledge are indispensable (Rakowska & Sitko-Lutek, 2000, p. 17) . For an employee or manager to be considered competent, they should interpret their knowledge and skills for effective action (Antonacopoulou & Fitzgerald, 1996, p. 28) . Competencies are considered to be employees' abilities to use their knowledge in specific professional situations. Therefore, competencies can be defined as knowledge, experience, attitude and willingness to work in various conditions and the ability to adapt to changing conditions (Thierry, Sauret & Monod, 1994, p. 173) . Competence thus carries an element of causative power.
Competencies are more than having knowledge, skills and attitudes; the ability to use them is required to achieve the desired results. Competencies are not just personal attributes. They are the result of the relationship between experience and practice (Olle, Snell & Carraccio, 2010, pp. 670-671) .
When defining individual competencies, many authors draw attention to their influence on executing tasks during professional work. In this perspective, competencies may mean professional abilities (knowledge, skills, experience, attitudes) that are recognized as potential opportunities for different activities or in relation to a current position. Competencies therefore have social, technical and conceptual aspects (Louart, 1995, p. 228) .
Some authors suggest that individual competencies include education, experience, proficiency, talents, abilities, and behavior that is expected by the employer and is important in professional work (Oleksyn, 1997, p. 4) . Competencies may also include fixed sets of knowledge, skills, and ways of thinking that can be applied without additional learning (Levy-Leboyer, 1997, p. 19) . Moreover, competencies are related to the ability to apply skills and knowledge to new situations within a profession (Rakowska & Sitko-Lutek, 2000, p. 17) . Knowledge that helps someone operate effectively should also be transferred from the sender (e.g., trainer) in such a way that the recipient increases his abilities, which in turn leads to an increase of work so that the organization can achieve its goals (Wang & Haggerty, 2009, p. 579) .
Individual competencies are recognized as permanent features that lead to high or above average work results (Pocztowski & Miś, 2000, p. 69) . All of the components of competence (personality, knowledge, skills and values) are associated with work in such a way as to perform tasks (Armstrong, 2000, p. 242) that affect the work of the individual (Becker, Huselid & Ulrich, 2002, p. 162) and allow the worker to perform these tasks well at a specific and appropriate level (Ludwiczyński, 2006, p. 231-274) .
The meanings of the concepts of highest efficiency, outstanding or good results and an appropriate level in terms of competence should be considered in relation to efficiency. These concepts are used in the literature as effectiveness, productivity, efficiency and proficiency, which are concepts that define the goals that the organization sets for the employee. In addition, the increasing competitiveness of companies leads organizations to observe, identify and target the effects while taking into account the human resources that they currently have, need and will need in the future.
An interesting approach of how to define individual competencies is recognizing their use as a source of corporate success and in achieving planned strategies and business goals. In this perspective, components of competency (knowledge, skills, abilities, styles of working, personality, valued principles, interests) that are used and developed in the work process lead to results that are compatible with the strategic goals of the organization (Rostkowski, 2002, p. 66) . In this way, the concept of individual competencies assumes the use of any charVizja Press&IT www.ce.vizja.pl Examination of the Individual Competencies that Differentiate Results in Direct Sales acteristics of the employee both within a given position and in conjunction with the implementation of strategic goals. Moreover, it assumes the use and development of competencies, which is important because otherwise the competencies may be reduced or become obsolete and become less useful at work. The ability to correctly define competencies therefore assumes the use of formal factors (knowledge, experience, skills, abilities) to efficiently implement the actions and performance of organizational roles (Strykowska, 2000, p. 34) and assists in achieving the objectives of the company, professional actions or even ethical cultural values (Sajkiewicz, 1999, p. 44) . Accuracy in defining competencies is revealed in identifying task completion at the effective and/or outstanding level according to the standards of the organization for a given position (Król, 2002, p. 1-25; Król, 2006, p. 50-91) . The ability to work effectively and develop professional relationships is interdependent with social activities. Professional and social success both depend on the abilities to communicate, listen to and understand others, regulate emotions and cooperate (Hawley & Newman, 2010 , p. 1293 ).
On the other hand, in emphasizing the behavioral aspect of the definitions, the authors believe that competencies have their origin in human behavior, which affects their actions. The connection of competencies with key aspects of behavior distinguishes effective and less effective actions. In this sense, we can identify soft or behavioral competencies, which include interpersonal skills, leadership, analytical skills and orientation for success or achievements (Armstrong, 2004, p. 242) .
The combination of these two aspects of the concept of competencies, from a practical point of view, is the most appropriate way of understanding and expressing competency. It is therefore appropriate to recognize competencies as both observable skills and abilities in carrying out the tasks and behavioral dimensions that affect their performance (Fletcher, 2002, p. 149; Sparrow, 1997; Woodruffe, 1996) . In addition, there are different approaches to the division of competencies. The division of competencies in terms of their influence and importance for a job is described in the literature. Competencies are divided into two categories (Spencer & Spencer, 1993, p. 3):
-threshold competencies -a group of competencies that are essential to the performance of work. This group includes knowledge and skills; -differentiating competencies -this group includes competencies such as attitudes, motives and values that distinguish an effective employee from a noneffective one.
This division distinguishes functional types of competencies that can be used by a manager to identify specific competencies to accomplish a specific function. A threshold level of competence may also be specified, which is sufficient for defining both average and outstanding tasks in terms of work effectiveness. Furthermore, by treating all of the competencies as a complex set of different qualities, knowledge and skills and taking into account their functional significance, one can shape in the desired direction of individual components of competence. An interesting comparison proposed by L. M. Spencer and S. M. Spencer may be helpful here, where competence is compared to an iceberg, "where knowledge and skills form visible part, and motives, traits, values and attitudes the invisible part". The elements above the surface can be shaped through various forms of training, while the invisible elements are more difficult to evaluate or change (Pocztowski, 2007, p. 118 -self-concept -attitudes, values that we are guided by while acting or our idea of our own image (e.g., belief in our strengths and weaknesses), -knowledge -information that we have about various subjects, -skills -abilities to perform/achieve specific tasks. Issue 1 83-100 2013 -interpersonal competencies -the ability to understand people and influence their behavior. These competencies include such activities as communication, leadership and motivation (Listwan, 1995, pp. 22-23) .
One of the first divisions of competencies was made by R.L. Katz, who divided competencies into technical, interpersonal and conceptual abilities. Technical abilities include knowledge of methods, techniques, procedures, and the ability to use special tools related to a particular discipline. Interpersonal abilities include knowledge of human behavior and their relationships and the ability to understand feelings, attitudes, motivation, whereas conceptual abilities are general analytical abilities, logical thinking, creativity, deductive thinking, and anticipating effects and changes (Katz, 1955, pp. 33-42) .
According to R. L. Katz, the levels of specific abilities possessed by a manager is dependent on the level of management. At lower levels of management, technical abilities are most important. Interpersonal abilities become more important at average levels of management but are important at all levels. Conceptual abilities are most significant at higher levels of management. Of course, it is important to have and use all kinds of abilities at the highest level, but the most significant abilities are a global way of thinking and the ability to coordinate and recognize the organization as a whole (Stoner, Freeman & Gilbert, 1999, p. 33) .
Some researchers believe that defining competencies may be consistent not only with our intuition (colloquial understanding) but also with the psychological knowledge of the mechanisms that determine high competencies or lack of them. Other important factors are whether one's mental dispositions are correlated with smooth operation of a particular position and which ones can play the most important roles in this process (Nosal, 1999, p. 90) . (87%), and only 13% operate in rural areas. Across Europe, the profile is similar. There are a total of 9 million sellers, of which 83.6% are women. Selling is an part time job for 80% of sellers. Most retailers are aged 35-49 (43%), the smallest group of sellers is more than 60 years old, and most sellers operate in urban areas (66%).
The study showed that the most satisfying aspects of the job for direct sellers in Poland only differs slightly from those in the rest of Europe. In Poland, the most important factor is the job of a direct seller, while in Europe it is the opportunity for personal development, the development of business skills and professional training. wfdsa.org). However, in the case of fraudulent manufacturers, there is a risk that sellers will have to cover the indirect costs associated with distribution, promotion or returned goods when the manufacturer does not accept them from the seller. It should also be noted that direct selling does not guarantee stability of employment. Sellers cooperate with manufacturers on the basis of civil law contracts, and the generated salary is based on commission and depends only on the seller's sales. In addition, the seller bears high initial financial and time costs that are required to find potential customers.
For businesses, direct sales provide an advantage because they do not have to create their own retail networks. However, the disadvantages of this type of business include the high costs of training salespeople and the loss of control over the selling of goods.
Direct sales can be used for any product, but it is particularly important for products that are subject to larger risks. Risks can be associated with the product, its price, the terms and conditions of purchase, the buyer experience, and the quantity and quality of the products. The role of the seller is closely linked with that risk because the seller's personality and attitude can address the buyer's doubts and concerns. The contribution of the salesperson is essential and irreplaceable when selling products such as electronic equipment, household appliances, cosmetics, and foreign travel. The more expensive the goods are, the higher the buyer's risk is; the seller's role is to provide information about the product to reduce the buyer's risk and increase the chance of a sale (Altkorn, 1999, p. 330) .
One form of direct selling is multilevel marketing (MLM), which began in the 1940s in the USA. The first products offered under this system were cleaning products. This form has evolved over time, and more The essence of multilevel marketing is the opportunity to build your own business enterprise (Garbarski, Rutkowski & Wrzosek, 2008, p. 473) . By running the business, the distributors own and develop their own company without much risk or high costs. The seller is an independent partner of the manufacturer who operates on his own behalf in his own business. This differs from an employee of a traditional company, where the seller is only a hired employee. Distributors can earn more by recruiting additional distributors than from current sales of products or services (Goldsborough, 2001, p. 15 ).
In multilevel marketing, it is possible to differentiate Vizja Press&IT www.ce.vizja.pl (Dewandre & Mahieu, 1997, p. 50) . For the company, the benefit of MLM is advertising the products through distributors and their direct contacts. Instead of paying for advertising in media, companies benefit from a cheaper and more effective method of communication (Lee, 2003, p. 37) . It should be noted, however, that multilevel marketing is often confused with avalanche sales and is sometimes called a "chain" or "pyramid". 
Methodology of research
The subject of this research, which was carried out among direct sales sellers involved primarily in multilevel marketing (MLM), was the competencies of the people running these businesses at every level of sales. came from across Poland and were divided into three groups based on the size of their community: less than 100,000 inhabitants, from 100,000 to 500,000 inhabitants and more than 500,000 inhabitants. The choice of respondents was random, but the respondents were equally distributed across the groups. Respondents were assigned to a group based on the marketing plans In addition, the following hypotheses were formulated:
I. The volumes of sales in multilevel marketing are subject to a specific set of competencies of the salespeople.
II. A particular set of competencies becomes important at higher effects levels and influences these effects on sales in multilevel marketing.
III. There is a common set of competencies for all effects levels.
IV. There is a set of specific competencies for sales in multilevel marketing. V. There is a characteristic set of dominant competencies for each effects level.
VI. There is a set of competencies that particularly distinguishes the effects levels from each other.
To verify the hypotheses, people at different effects levels were studied based on the previously described survey.
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The results of research
This article presents the results of analyses that were intended to verify the hypotheses described above. The analysis shows that a set of individual competencies distinguishes the effects levels in multilevel marketing from each other. In addition, the results were analyzed to determine possible linear relationships between the variables. The r-Pearson test (Jóźwiak & Podgórski, 2000, pp. 370 -376; Ścibor-Rylski, 2007, pp. 95-97) was used for this purpose.
Discriminant analysis
Discriminant analysis was performed to analyze the data in terms of the factors that differentiate the groups.
The discriminant analysis tries to create a linear combination of independent variables that best "discriminate" (separate) two or more groups. The analysis can be performed by finding estimators that maximize intergroup variability in relation to intragroup variability. To do this, a discriminant function that finds the "direction in space" that best separates the group data is created. The accuracy of the discriminant function is tested by estimating the corresponding ratio of correctness after applying this function to a known group.
The ratio accuracy is also defined, which in turn is a measure of how well the discriminant function separates the analyzed groups. The discriminant analysis showed that:
• Function No. 1, which includes the level of leadership, team management, knowledge and experience, best differentiates group I from group II and group III.
• Function No. 2 best differentiates groups II and III.
Group III has smaller proportions of motivation, learning and dealing with stress than group II.
It therefore can be concluded that:
1. The discriminant analysis showed that competencies such as leadership, team management, knowledge and experience most differentiate group I from groups II and III. These competencies are stronger in groups II and III than in the group I, which is composed of people who have just started selling in multilevel marketing.
2.
The discriminant analysis also showed that the differences in proportions between the competencies of self-motivation, learning and coping with stress most differentiate group II from group III. The difference between the groups is not related to higher levels of these competences but rather to the differences in their proportions. Groups II and III include sellers that have already achieved significant results in sales.
Correlation analysis -correlations between individual competencies in the surveyed groups
The statistical analysis of the data indicated the need for additional analysis that is focused on the connections and relationships between competencies. Thus, a correlation analysis was used to determine the intercorrelations between the individual competencies and the different effects levels (groups I, II, and III). 
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analysis was performed by examining the relationships between variables to determine how the two variables change. The correlation strength is measured by a correlation indicator, which is expressed as a numerical value between -1 and +1 (Aczel, 2000, pp. 479-480) . Higher correlations indicate a greater influence of one variable on another (Bielecka, 2005, p. 276) . (Aczel, 2000, p. 480) . Table 2 The results of the discriminant analysis concerning the disparities between the self-motivation, learning and dealing with stress competencies, as well as the results of the comprehensive statistical analysis, indicated that there are no significant statistical differences in the case of learning and self-motivation and that the average values in groups II and II are similar. Therefore, these qualities do not differentiate the two groups. In addition, there is no difference between self-motivation and dealing with stress in group III, but there is a difference in group II. In this case, the dealing with stress competency is lower. A significant statistical difference occurs between learning and dealing with stress in group III; the difference is small but is larger than in group II.
Therefore, it can be concluded that the difference in group III is smaller than that in group II.
In summary, group II mostly differs from group III not in the intensity of the individual competencies All of the groups generally deal poorly with stress, so the lack of this competency is a common feature for all three groups of respondents. This feature may be typical of the work of the seller. This phenomenon may be counteracted by appropriate training and workshops that enhance mental resistance to failure and difficult situations.
However, this fact should be taken into account and investigated in further research conducted on this topic.
A large decrease in self-motivation was observed in group III. This may be caused by several factors, including professional burnout, but it may also have been caused by disappearance the meaning of one of the tested competencies (e.g., need for achievements, power and belonging). Therefore, this issue is recommended as a topic for future studies.
The analysis of correlation indicators cannot be in- The analysis showed that leadership competencies become increasingly important with the higher levels of effects. This means that these competencies need to be developed to achieve good sales results. Unfortunately, these competencies are lowest in group I. Thus, their development should take place through various training programs. It is worth mentioning that training programs can be arranged so they include two competencies. In this way, the development of one influences the development of another; e.g., in developing a training program for competency entrepreneurship, a thematic area can be added that includes topics of strategic thinking. By influencing the development of competency entrepreneurship, the growth and development of strategic thinking the competency can be influenced.
However, this is only appropriate in the case of group I because more specialized training programs should be developed at higher levels. These programs should include the competency areas that individual salespeople lack; otherwise, the training can be ineffective. Therefore, a careful analysis of the training needs for salespeople in groups II and III should be carried out before developing a training program or workshop.
Conclusions -verification of hypotheses
With one exception, the empirical studies described in this paper verified the research hypotheses.
Hypothesis 1. The effects of sales in multilevel marketing are subject to a specific set of competencies of the salespeople. This hypothesis was verified positively.
Hypothesis 2. There is a set of competencies that becomes more important at higher effects levels and influences these effects in sales in multilevel marketing. This hypothesis was also verified positively.
The test of differences between the averages was sta- 
